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Todays by the challenges of new ventures, designing effective compensation programs is one
of the most important measures of human resource management, that plays an important role
in attracting and retaining human resources and thus the success of the organization, because
achieving and maintaining the competitive advantage of organizations depends on attracting
and retaining Qualified Human Resources and commensurate with organizational goals.
According to the importance of compensations in organizations, the main purpose of this study
is identification and classification of compensation components for faculty members.
Qualitative-quantitative interpretive structural modeling was used to identify and prioritize the
components. At first, expert's compensation models were examined and the most important
components were identified. Then two separate questionnaires were used to identify and
classify the components. According to experts from public universities in Mazandaran
province, 19 final components were approved and placed at 6 levels. The components of
adjusting living expenses, organizational status and prestige, incentives, financial rewards and
cash rewards based on individual performance and independence at work are expressed at the
first level as the most effective components for compensating faculty members because they
are affected directly and indirectly by the other components and all of the compensation
systems components lead to these 4 components. The two components of base pay and
challenges of work at the sixth level act as the cornerstone of the faculties' compensation

Keywords: system model, and strengthening these two components will lead to improvements in the
Compensation, Faculty compensation system or any fundamental changes and improvement in a compensation
members, Interpretive system, It must be done through these components, so these two components are expressed as
structural modeling. the most effective component in the compensation system.
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Extended abstract

1. Introduction:

Due to the challenges of new investments, service
compensation management is considered to be
the main concern of managers and Human
Resource Management (HRM) (Sharma &
Gulyani, 2018). Designing effective
compensation programs as one of the most
important measures of HRM plays an important
role in attracting and retaining HRs and the
success of the organization because achieving
and maintaining the competitive advantage of
organizations depends on attracting and retaining
Qualified HRs commensurate with organizational
goals (Zafari, 2017). Given the importance of
compensations in organizations, the main
purpose of this study is the identification and
classification of compensation components for
faculty members.

2 .Methods:

In terms of purpose, this study is an applied
research because it seeks to identify and classify
compensation components for faculty members,
i.e., it tries to design a scientific and appropriate
compensation system to help universities and
educational institutions and use it effectively. The
complexity of the compensation system is related
to the presence of a large number of elements and
mutual interactions between them. Direct or
indirect presence of related elements complicates
the structure of a system which may or may not
be ambiguous. Resolving such a system gets
difficult because the structure of this system is not
clearly defined. Therefore, it is necessary to
develop a methodology that helps to identify the
internal structure of a system. ISM is such a
methodology that transforms weak and
ambiguous mental models of systems into clear
and well-defined models useful for several
purposes (Ghanbari & Shakib, 2018). In this
research, at first, using the library method,

examining the theoretical sources of research,
major and minor components and compensation
indicators are identified and prepared in the form
of a score checklist based on a deductive
approach. Therefore, it is tried to confirm these
indicators and components through experts'
opinions. In the quantitative part, the researcher-
made  self-interactive  structural ~ matrix
questionnaire is prepared based on the approved
components to test the effect of the identified
components on compensation. Ultimately, the
relationships and levels of compensation
components are determined. The compensation
model is designed using interpretive-constructive
modeling method. Finally, applying MICMAC
analysis, the components are divided into 4
categories based on the power of guidance and
dependence.

3.Results:

To identify the desirable compensation
components, at first some of the compensation
models were examined and the elementary
components were extracted based on their
frequency and importance. Then a questionnaire
was distributed to 3 experts to confirm and
determine the identified components. In this step,
using CVR, 19 final components were approved.
After identifying the effective factors of
compensation, to determine the level of ISM in
the next step, a researcher-made questionnaire
was provided to the experts in the form of
pairwise comparisons of components to each
other. In this questionnaire, experts were asked to
compare the pairs of components and determine
the relationships  between them.  After
determining the relationships and levels of
compensation components for faculty members,
final compensation diagram has been drawn as
follows. It is observed that the compensations
components for faculty members are classified
into 6 levels.
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4 . Conclusion: model. This indicates that strengthening these
two components will lead to improvement and
upgrading in the compensation system, and any
fundamental change in the improvement of a
compensation system should be done through
these components because these are the most
effective ones in the compensation system
affecting the other components directly and
indirectly and helping to improve and strengthen
the components of higher levels. It should be
noted that managers, when designing and
systematically implementing appropriate
compensation systems, should pay attention to all
the components mentioned in the research model
and give priority to those identified as the most
effective ones in the model. Since the nature of
organizations is different from each other and
consequently the employees of each organization
have different goals and needs, a compensation

The most important components of compensation
were identified first. Then, applying two separate
questionnaires based on experts’ opinions, 19
final components were approved and placed in 6
levels, including independence at work, colas,
organizational status, credibility and granting
incentives. Financial and cash rewards based on
individual performance were placed at the first
level, indicating that these components are the
most  impressive  components on  the
compensation system affected directly and
indirectly by the other components. Since all of
the other components lead to these four ones, they
are very important in designing the compensation
system. At the sixth level, two components of
basic salary and challenging work were placed as
the most effective factors in compensation system
known as the cornerstone of compensation
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system should be designed and implemented in
accordance with the organization and the
different needs of its employees. Designing and
creating a compensation system is contingent and
it is not possible to implement a compensation
system for all organizations and employees.
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